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leadership strle dimensions of consideration
(relationship-orientation) and structure (task-orientation)
with staff nurse job satisfaction, standardized instruments

were completed by 15 charge nurses and 7?? staff nurses in
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two U.S.AxF. Medical Centers. Charge nurses were given the
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Leadership Opinion Questionnaire, which measures
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consideration and structure. Staff nurses completed the
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Minnesota Satisfaction Questionnaire, which measure

satisfaction with 20 job elements. Both groups also

contributed demographic and biographic information through

questionnaires. Pearson correlations indicated a positive
correlation between staff nurse overall job satisfaction and
charge nurse structure, and between staff nurse satisfaction
with supervision and charge nurse consideration.

Demographic variables were not found to relate significantly

to leadership or job satisfaction variables. The finding

that both leader dimensions of consideration and structure

are related to staff nurse job satisfaction has implications
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CHAPTER 1

INTRODUCTION

Considerable attention in recent years has been given to
the subject of job satisfaction among nursing personnel.
The most common reasons given for concern about Jjob
satisfaction are the perceived relationships of job
satisfaction to high productivity and retention, and Jjob
dissatisfaction to absenteeism, turnover, and decreased
productivity. The cost of replacing a nurse who leaves the
organization can be sigﬁificant (Stevens, 1983; Meltzer,
1983; Case, 1983; Rowland & Rowland, 1980). The negative
impact that dissatisfied nurses can have on morale of
co~workers und achievement of organizational goals has also
been cited (Singleton & Nail, 1984; Wolf, 1981).

The unit charge nurse plays a significant role in
shaping the staff nurse’s work experience, and is thus in a
critical position to influence the job satisfaction of staff
nurses. The most effective charge nurses have been
identified as those whose leadership style reflects high
levels of both consideration (retationship—orientation) and
structure (task-orientation). This style is demonstrated by
behaviors that structure and guide the group toward
achievement of organizational goals, while considering the
group members’ needs for achievement, self-esteem, and
autonomy (Fralic, 1983; Blake et 3l1., 1981),

Many charge nurses have been given supervisory

responsibilities 2as a result of demonstrated clinical
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expertise, but often iack the communication and motivational
sKills needed to effect a high level of leader
consideration, and the management skills needed to provide a
high level of structure in leading the group toward goal
achievement., Nurses learn how to manage individual patient
worKioads, tut often have not leai‘ned how to translate that
experience into effectively leacding and managing groups of
staff members (Meltzer, 1983; Seybolt & Walker, 1980).
Purpose of the Stiudy

Given the background that job satisfaction has been
associated with productivity and retenticon -f personnel, and
that the ecadership ability of the charge nurse is a major
variable affecting job satisfacticn, this study was
under taken to determine if there was a relationship between
the charge nurse leadership style Jdimensionc of
consideration and structure and the job satisfacticn levels
of staff nurses in inpatient settings in United States Air
Force (U.5.A.F.) medical treatment facilities. A secondary
purpose was to investigate the relationships of various
demographic and biographic variables of the charge nurses
and staf+y nurses with the charge nurse consideration and
structure and staftf nurse job satisfaction variables.

Problem

What is the relationship betwcen the charge nurse

leadership style dimensions of consideration and structure

and staff nurse job satisfaction in U.S.A.F. medica!

treatment facilities?




Definition of Terms

Charqge nurse

The charge nurse is the first-line manager responsible
for the management of nursing care activities and personnel
within a single patient carr unit., This term is synonymous
with job titles such as head nurse and unit nurse supervisor
(Stevens, 1983>. Operationally, charge nurse refers to
U.S.A.F. nurses in first-line management positions on
inpatient units in two U.S.A.F. medical treatment
facilities.
Staff nurse

The statf nurse is responsible for the care of a group
of patients and supervision of assigned paraprofessionals on
a given tour of duty (Stevens, 1983). Operationally, this
term refers to U.S.A.F. nurses assigned as staff nurses on
single inpatient care units in two U.S.A.F. medical
treatment facilities.
Leadership Stvle

Leadership style is a two factor construct composed of
consideration and structure. An individual’s leadership
style is the mix of consideration and structure that is
exhibited in the leader/manager role (Fleishman, 1969).
Operationally, leadership style refers to the mix of the
consideration score anou structure score as measured by
administration of the Leadership Opinion Questionnaire to
U.S.A.F. charge nurses. 1In this study, charge nurses were

cltassified high, moderate, or low consideration, and high,
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moderate, o~ low structure. Nine combinations of leader
consideration and structure, and subsequently nine
leadership styles, were possible:

1. high consideration-high structure

2. high consideration-moderate structure

3. high consideration-low structure.

4, moderate consideration-high structure

S. mocerate consideration-moderate structure

6. moderate consideration-low structure

7. low consideration-high structure

8. low consideration-moderate structure

?. low consideration-low structure.

Consideration

Consideration is one dimension of leadership style, as
measured by the Leadership Opinion Questionnaire, which
"reflects the extent to which an individual is likely to
have job relationships with subordinates characterized by
mutual trust, respect for their ideas, and a certain warmth
between the individual and them. A high score is tndicative
of a climate of good rapport and two-way communication. A
low score indfcates the individual is likely to be more

impersonal in relations with group members®" (Fleishman,

1969, p. 1). Consideration is synonymous with
relationship-orientation.
Structure

Structure is the other dimencion of leadership style,

as measured by the Leadership Opinion Questionnaire, which
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"reflects the extent to which an individual is likely to
define and structure the supervisory role and the roles of
subordinates toward goal attainment. A high score on this
dimension characterizes individuals who play a very active
role in directing group activities through planning,
communicating information, scheduling, criticizing, trying
out new ideas, and so forth" <(Fleishman, 1949, p. 1). H
Structure is synonymous with task—-orientation.

Job Satisfaction

Job satisfaction is the worker’s subjective evaluation
of various aspects of the job situation associated with what
ic expected and what is experienced, and in relation to the
fit of the individual’s needs and abilities to the work
situation (Weiss et at., 1947). Operationally, job
satisfaction refers to the opinions of U.S5.A.F. staff nurses
at two U.S.A.F. medical treatment facilities regarding their
levels of satisfaction with various aspects of the job
situation, as measured by the Minnesota Satisfaction
Questionnaire.

Theoretical Framework

The two major concepts related to study of the problem

are leadership style and .iob satisfaction. The following

concept descriptions are based on review of the literature
*ﬁ and the mesasurement tools intended for use in the study.
fﬁ Leadership Styrle
‘ Leadership style is a two-factor construct consisting
f& of consideration and structure, as described in the
N
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definition of terms. As a result of eighteen years of study
in various organizational settings, including hospital
nursing services, these dimensions were found to be
independent rather than a continuum of leader behavior.
Thus, task-oriented behaviors (structure) and
relationship~oriented behaviors (consideration) are not
either/or leadership s.rles, since the effective leader uses
a combination of task and relationship behaviors. The
particular mix of these behaviors is a result of unique
characteristics of the leader and the interaction of the
lezader with the other variables in the leadership process.
The Leadership Opinion Questionnaire (LOQR) is the instrument
developed to measures leader dimensions of consideration and
structure (Fleishman, 1969; McFarland et al., 1984).

Job Satisfaction

Job satisfaction results when there is a correspondence
be tween the reinforcer system of the work environment and
the individual’s needs, provided that the individual’s
abilities correspond with the abilities requirement of the
workK situation. The evaluation is subjective as people have
varying needs and expectations regarding the work situation
(Cronin-Stubbs, 1984; Longest, 1974; Weiss et al., 1967).

The theory cf work adjustment (Weiss et al., 1967) is
a relevant framework for exploring job satisfaction of
nursing staff. According to this theory, there are four
components involving the worker and the work environment

that correspond to produce work adjustment: (a) job




e B Y Rl A S Pl ~ll i~ SR s ¢ e

o TR s A A A A NN A SN 3 A

[RaPiat Jofce 68 JUL B SN

AR A B LR S A ARG T Y VL MR

satisfaction, (b) the reinforcers available in a job, (c)
the worker’s vocationally related needs, and (d> how
satisfactorily the worker performs on the job. The worker
is described in terms of needs and abilities. The work
environment is described in terms of reinforcer systems and
ability requirements. Workers seekK to achieve and maintain
correspondence with the work environment. Correspondence
refers to the suitability of the individual to the work
environment, as well as suitability of the work ervironment
to the employee. Work adjustment depends on the
correspondence between the worKer’s abilities and the
ability requirements of the job, and between the worker’s
needs and the reinforcers available in the werkK environment.
Work adjustment is predicted by matching an individual’s
work needs and abilities with the work environment. The
outcome of a fit betwen the e¢mployee and the job is
retention, wheras instability in this fit or correspondence
leads to termination of the job (Weiss et al., 1947;
McFarlang et al., 1984).

Instruments (Weiss et al., 1947) have been developed to
operationalize and measure each of the four concepts
contained in the theory of work adjustment: (a) job
satisfaction, (b)) the reinforcers available in a job, (c)
the worker’s vocationally related needs, and (d) how
satisfactorily the worker performs on the job. One of these

instruments, the Minnesota Satisfaction Questionnaire (MSQ),
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which measures worker job satisfaction, was used in this
study.
Significance of the Study

Job satisfaction has been associated with productivity,
motivation, and retention of nursing personnel. Though
there are many factors that affect job satisfaction, the
charge nurse’s leadership behaviors influence the work
environment in which patient care is delivered and can
foster or inhibit independence, positive change, creativity,
individuality and team effort. Thus the impact that the
charge nurse can have on the quality of work life for staff
members and their career intent can be significant., This
study was undertaken to contribute to the body of Knowledge
concerning the relationship between charge nurse leadership
style and job satisfaction of staff nurses.

The results of the study identified information about
charge nurse consideration and structure that related to
differing levels of job satisfaction of staff nurses. This
information may be of benefit to nurse educators in planning
programs that prepare nurses to assume supervisory roles, or
in planning staff development programs to enhance
performance of leadership roles of those already in
supervisory positions. The study findings may also aid
administrators in selecting, for supervisory positions,
those individuals who exhibit particular leadership strles.
The study also revealed other factors relating to job

satisfaction among staff nuirses, which can be used by nurses
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at all administrative levels in planning and problem-solving
activities related to retention and job satisfaction. The
results of this study may encourage leadership role
development of staff nurses and others striving for
leadership positions, and self-evaluation of leadership
style by nurses cuirrently in supervisory positions.
Assumptions

The assumptions are és follows:

1. Job satisfaction of staff nurses is desirable,
both for the individual and the organization.

2. Satisfied employees are motivated and productive.

3. Satisfied emploryees are more likely to remain with

the organization.

4. The charge nurse position is a complex role
requiring leadership, management, administrative, and
communication sKills, and these skills can be learned.

5. The selected instruments will elicit the
information for which they are intended.

6. The participants will respond honestly to the
questions and information requested in the instruments.

Limitations of the Study

The timitations of the study are as follows:

1. Responses to the questionnaires may be influenced
by the individual’s mood and by the environmental conditions

in the setting at the time the questionnaires are completed.
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2. Responses to the questionnaires may be infiuenced
by the individual’s theoretical Knowledge base about job
satisfaction and leadership styles.

3. The chargs nurses’ responses to the LOQ may be

influenced by awareness -"hat their measured leadership style

will be related to job satisfaction of staff nurses under
their supervision.

4, The staff nurses’ responses to the MSQ may be
influenced by awareness that their measured job satisfaction
will be related to t'e leadership style of their charge
nurse.

S. The MSQ measures job satisfaction only. The three
other factors associated with the theory of work adjustment
will not be measured.

4. The results of the study are not generalizable to
the U.S.A.F. Nurse Corps population due td the small sample
size.

Hypothesis

H -There is no relationship between charge nurse

leadership style dimensions of consideration and structur«

and staff nurse job satisfaction levels in YJ.S.A.F. medical

treatment facilities,

Py ¢
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% CHAPTER 11

{1 REVIEW OF LITERATURE

7
fe Review of the literature reveals considerable interest
@. in and concern about job satisfaction. Variables

t; influencing .(job satisfaction have been described, and the

X relationships between job satisfaction and performance and
. retention have been studied.

;E Al though conclusive evidence is lacking regarding the
E: relationship between job satisfaction and job perfourmance,
ot research in industry and nursing have consistently

'é demonstrated an inverse relationship between satisfaction

E and turnover and absenteeism. Studies of satisfaction and
" dissatisfaction in nursing have not been as extensive as

Zﬁ those in business and industry., Nursing studies have often
'i used Maslow’s hierarchy of needs theory or Herzberg’s

3 motivation-hygiene theory in assessing satisfying and

‘E dissatisfying job factors (Cronin-Stibbs, 1977).

E' Maslow’s (1970) theory of motivation describes human
{ needs as existing in a hierarchy ranging from ltower level

:f physiological and safety needs to higher level social,

f; esteem, and self actualization needs. Maslow asserts that
:' persons. are motivated by unmet needs. As lower level needs
5 are satisfied, the individual ceases to be motivated by them
:2 and focuses efforts on meeting higher level needs.

é Herzberg’s (1964) dual factor theory of motivation was
-ﬁ the result of studies of personnel in a variety of

ﬁ
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occupational settings. Herzberg states that job

AN WA TP R v

satisfaction consists of two independent dimensions:
satisfiers (motivators) and dissatisfiers (hygiene factors).
Satisfiers are related to the nature of the work itself and
the rewards that flow directly from the work to foster the
individual ‘s needs for self-actualization in the work
setting. These factors are achievement, recognition, work
itself, responsibility, and advancement. The dissatisfiers
are related to the context or environment in which the
individual works. These factors are company policy and
administration, technical supervision, salary, working
conditions, and interpersonal relationships with
supervisors. Herzberg states that the satisfiers are
effective in motivating the worker to superior performance.
The hygiene factors prevent dissatisfaction in the work
setting, but their presence will not cause satisfaction.
Slocum, Susman and Sheridan (1972) applied Maslow’s
needs theory in a study to analyze need satisfaction and job
performance of 3% professional and 41 para-professional
nursing pec~rsonnel in one hospital. Job performance
appraisals were obtained by supervisory personnel for each
participant in the study. A questionnaire containing items
based on Maslow’s needs theory was used to obtain need
satisfaction scores for each participant. The findings
demonstrated that professional nurses reported significantly

higher catisfaction with their job security, prestige within

the organization, and job autonomy than did paraprofessional
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employees, and a signiftcant correlation between job
performance and fulfilinent of self-actualization needs was
found with the registered nurses. Conclusions indicated the
need to provide on—the—-job opportunities for nursing
personnel to meet their expectations for growth,
development, and self-fulfillment,

Using a modification of the interview format used by
Herzberg, Ulrich (1978 interviewed 47 nurses regarding
experiences in the work situation that led to pocsitive
(satisfying) and negative (dissatisfying)> feelings about the
Job. Experiences described relating to satisfaction and
dissatisfaction were generally in line with Herzberg’s
dichotomy. Technical supervision, for instance, was cited
457/, of the time as a dissatisfier and only 4.5Z of the time
as a satisfier. However, achievement and responsibility,
described by Herzberg as satisfiers, ranked high both as
satisfiers and dissatisfiers. The author concluded that
satisfaction occurs when individuals achieve those things to
which they aspire, with dissatisfaction occuring when unable
to realize aspirations. It was noted that pcor or inadequate
hygiene factors, such as technical supervision, can inhibit
attainment of motivating factors, such as achievement. The
author suggested that supervisors should arrange the work
environment to meet the job-related aspirations of
employees.

Other studies have shown that in the nursing mitieu

certain of the hygiene factors do, in fact, promote
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satisfaction, rather than just preventing dissatisfaction.
Cronin-Stubbs (1977) cites a study of over two thousand
nurses in New lealand in which supervision was both a
satisfier and a dissatisfier. 1In her own study of 30 new
graduate staff nurses, in which ap interview guide based on
Herzberg’s dual factors was used, Cronin-Stubbs found that
many Jjob factors were both satisfiers and dissatisfiers,
Achievement was the factor most often cited. Experiences
that resulted in a feeling of achievement were described as
satisfiers, while experiences that were associated with a
failure to achieve were described as dissatisfierss. The
avthor recommended that supervisors provide opportunities
for achievement by maintaining high performance
expectations, by involving staff nurses in goal setting, and
by giving the nurse feedback regarding performance and
progress toward goals. Another significant finding during
discussions with the new graduate nurses was their
perceptions of incompetence of superviscry personnel and
staff members.

Longest (1974) compared responses of 195 rharge nurses
and supervisors to questions about factors that influence
Job satisfaction with the findings of Herzberyg. 1t was
found that nurses did not perceive the factors that
influence their job satisfaction with the same relative
impor tance as Herzberg found with other categories of

workKers. Wheras achievement was ranked most frequently as a

satisfier in both Herzberg‘s and Longest’s studies,
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differences were seen in the areas of interpersonal

relationships with supervisors, recognition, and

advancement. Herzberg found recognition and advancement to

L
£

5SS

%3

-

be ranked frequently as factors influencing satisfaction in
industrial settings, but in Longest’s nurse sample

recogni tion and advancement were the least cited factors.

In Longest’s study a very high ranking was given to

.

interpersonal relations between the nurse and supervisors as

a factor influencing job satisfaction, wheras Herzberg found

T

this factor rarely cited as promoting job satisfaction.

Interpersonal relationships with co-workers, immediate

Sy Ty
L

N supervisor, and general supervisory personnel received the

-
o B L
»

highest rankKings in Everley and Falcione’s (1974) study of
jJob satisfaction. A Likert—type scale questionnaire asking
the respondents to rank the importance that 18 job-related
factors had in determining satisfaction with the job was
given to 144 nurses in four hospitals. Ranking second after
interpersonal relationships were internal work rewards,
suggesting that satisfaction gained from the work itself
through the development of and use of new skills and

abilities are extremely important to nurses. External work

rewards such as pay, advancement, and benefits ranked low in }
importance in Jetermining job satisfaction. It was suggested
that research should be done concerning the interpersonal
relationships as contributors to job satisfaction.

A two year study of factors influencing turnover was

conducted by Seybolt, Pavett and Walker (1978) at a hospital
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33; with a high turnover of nursing staff., Data from an

. attitude survey of 242 nurses were analyzed and underlying
f% factors that influence turnover were identified through use
l% of a model that predicted turnover. The model was based on
;: Uroom’s expectancy theory, which suggests that behavicr is
‘éé determined by motivation, ability, and role perceptions.

_5? Those nurses who left the organization were found to feel
}. less satisfaction than those who stayed, in the areas of
:ﬁ: supervision, opportunity to use one‘s abilities, and freedom
125 from tension and pressure. Those who left indicated that
)

: : their growth needs were not met on the job.

{§ McCloskey (1974) studied 95 staff nurses who identitied
i%ﬂ and rated in order of importance the specific rewards and

. incentives that would influence them to remain employed in
3£3 their current setting. Opportunities for advancement and

N.
33 career growth were cited as factors influencing satisfaction
éi and retention. A major dissatisfier was reported as poor
tﬁ relationships with supervisors. Competence of supervision
$% and satisfying relationships with supervisors were judged as
a? paramount for job satisfaction. Salary and fringe benefits
'ﬁ; were not found to be important factors influencing |
i§ retention. McClosky concluded that the external rewards,

;t such as satary and benefits, are important in attracting
'Ei nurses to the employment setting, but that once the nurse is
=§i employed it is the internal rewards of the work itself that
i: promote retention.
5
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Nichols (1971) studied job satisfaction and Army nurses
intentions to remain with or leave military service. In a
sample of 181 novice Army nurses, 76Z intended to leave the
Army, 174 planned to stay, and 74 percent were undecided.
Those who planned to stay egpressed higher satisfaction with
the job and living situations. A conclusion of this studyr
was that job satisfaction was positively correlated with
retention, and dissatisfaction positively correlated with
turnover.

Weisman (1982) interviewed 1200 nursec at intervals
over a two year period concerning factors influencing
satisfaction with work. Findings indicated that major
causes of job satisfaction related to nurces’ perceived
autonomy, time and opportunity for profes-ional development
on the job, and their favorab'e evaluation of charge nurses
as leaders. |

Almost all of the literature findings discussed thus
far have identifiecd supervision as a significant factor in
Job satisfaction, dissatisfaction, performance or retention
of personnel. However, studies of the cpecific
relationships between supervisory beha'iors and staff nurse
Job satisfaction are limited.

A study involving 97 nurses in five hospitals regarading
their evaluation of supervisory behaviors that most improved
morale and commi ttment was accomplished by JenKins and

Henderson (1984), An open-ended gquestionnaire asked

respondents to identify those positive and negative
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behaviors of the charge nurse which most influenced their
personal level of performance and satisfaction. The results
revealed that three aspects of human relations were
enhancers: the efforts of the charge nurse to personally
motivate subordinates, fair and equitable staff schedules,
and behaviors relating to communication. The authors
conclude that, in the context of Maslow’s hierarchy of
needs, that staff nurses seem to be influenced by a need for
belonging and esteem, and to find fulfiliment in their
interpersconal relationships in the work - c¢tting.

Nealy and Blood (1948) studied the relationships of
leadership styltes to work group performance and subordinate
jJob catisfaction among two levels of nurses. The sample
included 22 team leaders and eight head nurses at a V,A.
psychiatric hospital. Leader behavior was described by them
on the two dimensions of consideration ana structure. Job
satisfaction at both levels was positively correltated with
leader consideration. Structure was related to Jjob
satisfaction at the team leader level only. Head nurses who
were task-oriented leaders and unit supervisors who were
relationship-oriented leaders received high performance
ratings. This study contributes the differentiat:on of
effectiveness of leadership patterns at different
organizational levels.

The relationships between perceptions of leadership

behavior and job satisfaction across three levels of workers

were studied by Pryer and Distefano (1971). The study
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sample consisted of 39 attendants, 40 aides, and 20 staff
nurses in a state psychiatric hospital. The lLeader Behavior
Description Questionnaire was used to measure workers”’
perceptions of their leader’s consideration and structure.
The Job Descriptive Index was used to measure satisfaction
scores in five specific areas: (a) work itself, (b
supervision, (¢) co-wocrkers, (d) pay, and (e) promotional
opportunicies. A total satisfaction score was alsco derived
from combining the scores from the five areas. At the RN
level, total job satisfaction was not related to either
leader dimension of consicderation or structure. A positive
correlation was found between RN satisfaction with
supervision and leader consideration.

Charge nurse leadership style as the two-factor
construct of consideration and structure was studiad by
Duxbury, Armstrong, Drew and Henly (1984) as it related to
staff nurse burncut and job satisfaction in neonatal
intensive care units. Two hundred eighty three staff nurses
employed by 14 hospitals across the country voluntarily
completed the Minnesota Satisfaction Questionnaire, the
Tedium Scale {a measurement of burnout), and the Leadership
Opinion .uestionnaire. Perceptions of charge nurse
leadershi>» vere ranked in order to classify the charge
nurses on consideration and structure. The 14 head nurses
were divided according to results of the Leadership Opinion
Questionnaire into leadership style groups of

high-consideration-high structure, high consideration-1low
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structure, low consideration-high structure, and low
consideration~low structure. Results of the study
demonstrated that staff nurses with the highest levels of
burnout and lowest levels of job satisfaction perceived
their charge nurse’s leadership siyle as low
consideration-high structure. Charge nurse leadership
strles ranked bhigh on consideration, regairdless of the
structure score, were associated with less burnout and
greater job satisfaction of staff nurses. The staff nurse
satisfaction scores were the same for both high
consideration-low structure charge nurses and high
consideration-high structure charge nurses. The
investigators indicated that the amount of structure the
charge nurse exercised did not negatively influence burnout
or satisfaction i¥f the charge nurse exhibited leadership
behaviors consistent with the traits of consideration. High
consideration was described as protecting against the
potential negative responses to structure.

In summary, a number of studies have addresced the
relationship of job satisfaction to performance and
retention of personnel. Factors influencing Job
satisfaction of nursing personnel have been identified.
Several authors cite the importance of interpersonal
relationships between supervisor and subordinate as
promoting Jjob satisfaction. However, few studies have

addressed the snecific !eadership behaviors demonstrated by

charge nurses that influence the joo satisfaction of staff
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nurses. This study was undertaken to seek additional
quantifiable data regarding the relationship between charge
nurse leadership dimensions of consideration and structure

and staff nurse job satisfaction.
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CHAPTER 111

METHODOLOGY

The purpose of the study was to investigate the
relationship of U.S.A.F. charge nurse leadership style
dimensions of consideration and structure with U.S5.A.F.
staff nurse Jjob satisfaction. A secondary purpose was to
study the relationship between demographic and biographic
variables of the participants and charge nurse leadership
dimensions and staff nurse job satisfaction. In order to
study these variables, a correlational survey design was
developed. Data was collected through a questionnaire
survey. Hypothesis testing was accomplished with the
Pearson product-moment correlation (Pearson r) measure.
Additional statistical analysis of the data was accomplished
with analysis of variance and Chi square.

Setting of the Study

The study sites were (a’)> a 320 bed U.S.A.F. Medical
Center with 14 charge nurses assigned, and (b)) a 165 bed
U.S.A.F. Medical Center with {0 charge nurses assigned.
U.S.A.F. medical treatment facilities are distributed in six
geographical regions in the continental United States. Each
region contains one U.S.A.F Medical Center, which offers a
wide variety of specialty services. One or more U.S.A.F.
Regional Hospitals are also located in each georgaphical
region. These are smaller in size and offer fewer specialty

services than do Medical Centers. Several small facilities

- _______________________________________________________________________________________________________________|
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small facilities designated as U.S.A.F Kospitals are alsao
located throughout each region, with services usually
limi ted to general medicine, general surgery, and obstetric
services. Military health care recipients are referred to
the nearest medical treatment facility that provides the
needed services (AFR 1468-4). The two facilities selected
for the study represent one third of the U.S.A.F. medical
treatment facilities designated as Medical Centers in the
United States. The two study sites, one located in the
Southeastern region and one in the North Central region,
were selected as a convenience sample rather than a random
sample due to limitations of distance.
Study Sample

U.S.A.F. charge nurses in each facility who had more
than 4 months experience in their current position were
) asked to participate in the study. U.S.A.F. staff nurses

with more than 2 months experience in their current position

4 were asked to participate in the study on those units on
which the charge nurse had agreed to be a participant.
Participation in the study was voluntary. Five units were
excluded from the study because the charge nurses had less
than four months in the current position, and four units
were excluded oue to absence of the charge nurse during the
period of the study due to vacation or other reasons.
Fifteen charge nurses and 79 staff nurses were asked to
participate in the study. All of the charge nurses

contacted did participate. All of the staff nurses agreed
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to participate, but one did not return the completed
instruments, and one returned the instruments after analysis
of the data had been completed. The 7?7 staff nurses who
participated represent a 97/ response rate.

Instruments

The data-collecting instruments were the Leadership
Opinion Questionnaire (LOQ@>, and the Minnesota Satisfaction
Questionnaire (MSQA). A staff nurse questionnaire and a
charge nurse questionnaire developed by the investigator to
obtain demographic information were also used.

The LOQ consicts of two 20 item scales that measure the
leadership style dimensions of consideration and structure.
The LOQ is self administering. All directions are given in
full on the title page of the questionnaire booklet, and the
questionnaire can usually be completed in 15 minutes. The
validity of the two dimensions in the scale has been
established. Internal consistency reliabilities obtained by
the split-half method have ranged from .42 to .88 among
different supervisory groups. (Fleishman, 1949).

The MSQ was designed as a measure of worker
satisfaction with specific aspects of the job, one of the
primary indicators of work adjustment. The short--form of the
MSQ consists of a 20 item scale, with each item selected as
the most representative from each of the 20 job satisfaction
scales of the 100 item long-form MSQ. A copy of the MSQ
short form is found in Appendix A. Directions for

completion are included on the first page of the
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questionnaire, and the respondents were asked to rate the
level of satisfaction with each item. The job aspects, each
wi th one corresponding item in the scale, are: (a) ability
utilization, (b) achievement, (c)> activity, (d) advancement,
(e)> authority, (f) policies, (9) compensation,
(h) co-workers, (i) creativity, (j) independence, (k) moral
values, (1) recognition, (m) responsibility, (n) security,
(o) social service, (p) social status,
(q) supervision—technical, (r)> supervision-human relations,
(s) variety, and (t)> working conditions. The MSQ short fcrm
corresponds to the general satisfaction scale of the MSQ
long form. The form is self-administering, and usually
takes 5 minutes to complete. Validity of the MSQ is well
established. Internal consistency reliability has been
high, with Hoyt reliability coefficients ranging from .77 to
.22 among varied occupational groups (Weiss et al., 1967).
The charge nurse and staff nurse questionnaires were
multiple choice self-administered forms that asked for the
recspondent’s age, sex, and information regarding education,
nursing experience, career intent, and whether assigned to
their preferred work area. The charge nurse form also asked
the respondent for opinions concerning (a)> whether the
Nursing Service Management course, if completed, was
adequate preparation for charge nurse position, (b)) reasons
the individual felt contributed to selection for the current

position, and (c) whether the respondent received more

personal gratification from the clinical or management
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aspects of the job. Directions for completing the forms were
provided and the forms take less than five minutes to
complete. Appendix B contains a copy of the charge nurse
questionnaire and Appendix C contains a copy of the staff
nurse questionnhaire.

Each form was coded with the respondent’s unit of
assignment and position (staff nurse or charge nurse) in
order to correlate the responses. The investigator was the
only individual with access to the code. Subjects were
assured that the data will be treated confidentially and
that their privacy will be protected.

Procedure
The i1hvestigator contacted by phone the chief nurse at each
facility to explain the purpose and procedures involved in
the study, and determined their interest in participating in
the study. WVerbal agreement from each chief nurse was
obtained for participation of assigned U.S.A.F charge nurses
and staff nurses on a voluntary basis. The procedure for
approval of the study at each facility was followed. At one
of the facilities written permission to conduct the study
was obtained from the Medical Center commander. At the other
facility the research proposal was presented to the Nursing
Research Committee and approval was obtained. The chief
nurse was the investigator’s contact person at each
facility,

The research study proposal was submitted for approval

by the U.S.A.F. through designated channels. After the
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study proposal was approved by each facility, the IRB of
Louisiana State University Medical Center, and by the
U.s.A.F., dates for thg investigator to visit each facility
were coordinated with each chief nurse. A four day visit
was conducted at each facility. At one facility the chief
nurse sent a memo to the inpatient units notifring nursing

personnel of the investigator’s visit, and at the other

facility the chief nurse provided a hospital! tour and
introductions to unit personnel.

During the visit, available charge nurses who had been
in their current position at least four months were

contacted by the investigator and asked to participate in

the study. Information concerning the purpose of the study,

target sample, data collection methods, and all other

o ¥
-

information contained in the consent form were discussed.

v r o

KM SR

A1l charge nurse participants were asked to read and sign

the consent form in duplicate, and were provided a copy.

'

-

o
&i charge nurse questionnaire and the LOQ, coded according to
g' the unit of assignment, and asked to complete the forms

;: within a designated time frame and place them in a sealed
ii envelope. The investigator retrieved the majority of the
; completed forms from the charge nurses during the facility
;: visit. A small number of the completed charge nurse forms
ES weree returned to the investigator by mail. All completed
% forms were Kept in a secured area during the length of the
b4 investigator’s stay in the facility.

2

Each charge nurse participant was provided a copy of the

ata
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U.S.A.F. staff nurces on all shifts were contacted by
the investigator on those units on which the charge nurse
agreed to be a participant. Information concerning the
purpose of the study, target sample, data collection
methods, and all other information contained in the consent
form were discussed. Staff nurse participants were asked to
read and sign the consent form in duplicate, and were
provided a copy. Each staff nurse participant was provided
a copy of the staff nurse questionnaire and the MSQ@, coded
according to the uni® Lf assignment, and asked to complete
the forms within a designated time frame. The investigator
retrieved most of the forms during the visit, and Képt them
secured during the stay in the facility. Several of the
completed forms were returned to the investigator by mail.
Responses received after a final deadline date were not
included in the study. Questionnaires were not removed from
the sealed envelopes until after the visit at each facility
was completed.

Method of Data Analysis

The LOQs were scored according to directivuns provided
in the LOG examiner’s manual, and each charge nurse
designated one of the leadership styles described in
definition of terms. The MSQs were scored as directea by the
examiner’s manual, and a numerical general satisfaction
score given to each staff nurse. Pearson correlatiors were
calculated between the staff nurses’ job satisfaction scores

and the appropriate charge nurse’s leader dimensions to test
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the hypothesis. Analysis of variance was aiso utilized in
analyzing the MSQ and LOQ data.

Biographic data from the charge nurse and staff nurse
questionnaires were tabulated, and biographic variables
compared with leadership strle and job satisfaction
variables with the use of Chi square. Tables have been

utilized as appropriate to describe study findings.
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CHAPTER IV

ANALYSIS OF DATA

The purpose of the study was to investigate the
relationship of the leadership strle dimensions of
consideration and structure of U.S.A.F. -harge nurses with

the job satisfaction of U.S.A.F. staff nurses. A secondary

purpose was to identify other factors among individual
demographic variables that relate to charge nurse leadership
style and staff nurse job satisfaction.
Characteristics of the Sample

The sample consisted of iS charge nurses and 77 staff
nurses from two U.S.A.F. Medical Centers. The sample sizes
for the two Medical Centers were similar, with seven charge
nurses and 38 staff nurses from one facility, and eight
charge nurses and 39 staff nurses from the other. Since the
purpose of including two facilities in the study was to
obtain an adequate sample size, and not to compare findings
between the two facilities, data from both study sites were
combined for presentation and analysis.

Demographic and biographic information were obtained
from each of the participants to determine the
characteristics of the samplie, and also were analyzed in
retation to the leadership style and job satisfaction
variables. Demographic and biographic data from both the

charge nurses and the staff nurses are presented together
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SELEATE s

when feasible. Table 1 describes the age and sex of the

participants.

Table 1

Age and Sex of Charqe Nurses and Staff Nurses

Numbers of Nurses

Charge Nurse (N=13) Staff Nurse (N=77)

EEES gl ront - SRESASEs

& Age Female Male Female Male

r

et

g under 235 yrs. 1] 0 21 1

o

v

v 25-29 yrs. 0 0 25 5

v

L4

i 30-34 yrs. S 0 12 7

5 35-39 yrs. é ! 5 1

- 40-44 yrs. 1 1 0 0

i 45-49 yrs. 1 0 0 0

G Total 13 2 43 14

o3

)

N

-

y

ﬁ All of the charge nurses were age 30 or over, whereas the
:i majority (704) of the staff nurses were under the age of 30.
tﬁ The percentage of males in both groups was simjlar, with 154
N

o

o male charge nurses, and 18 % male staff nurses,

Charge nurses ard staff nurses were askKed to provide

S’ |

(ARMRUER S

I

information regarding the length of time of their RN and

U.S.A.F. experiences., Table 2 shows the experience of the

15 charge nurses.
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Table 2

Charqe Nurses’ Lenqth of Experience as RN and in U.S.A.F

Years
Experience {5 5-9 10-14 15-19 20+ Total
As RN 1 0 7 S 2 15
In U.S.A.F. 1 4 9 1 0 15

Only one charge nurse had less than five years experience
both as an RN and in the U.S.A.F. The remainder of the
charge nurses represented an experienced group, with at
least 10 years of RN experience, and at least S years tenure
in the U.S.A.F.

Charge nurses also provided information regarding their
experience in charge nurse positions. This information is
presented in Table 3.

Table 3

Charge Nurses’ Lenqth of Time in Current Position and Total

Charge Nurce Experience

Months

Charge Nurse Experience <12 12-23 24-39 346-48 48+ Total

Current Charge Position 3 11 1 0 0 15

Total Charge Experience 0 49 1 3 7 15
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0f the three charge nurses who were in their current
position less than one year, two had more than four years of
total charge nurse experience, and one had almost two rears
of charge nurse experience. Only three individuals were in
their first charge nurse position, though all three had been
in the position at least one year. With two thirds of the
charge nurses having thiree years or more of experience in
charge nurse positions, and none less than one year, the
group also represents a relatively experienced group of
charge nurses.

The 77 staff nurses also described the length of their
RN and U.S.A.F., experiences., Table 4 presents these
findings.

Table 4

taff Nurses’ Lenqth of Experience as RN, in U.S.A.F., and

: irn Current Staff Nurse Position
9]
gﬁ’ Years
N
Ny
3y
Lﬂ Experience {1 1-¢2 2-<3 3-<4 4-8 ©9-12 12> Total
&
_‘.
'
) As RN 4 16 12 13 2t 10 1 77
»!‘,_.
243 In U.S.A.F 19 28 12 9 10 0 0 77
.i. In Current
’\ Posi tion 42 24 8 2 1 0 0 77
o
e
2.
2
A
2
,:
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The staff nurses represented a wide range of total RN
experience, However, it can be generalized that the majority
of the staff nurses were fairly new to the U.S.A.F. In
addition, for 34 (70%4) of the staff nurses the current
position was also their first staff nurse position since
Joining the U.S.A.F.

The charge nurses and staff nurses were asked to
indicate their educational background. Table S5 presents the
highest educational level attained by individuals in both
groups.

Table S

Highest Educational Level Attained by Charge Nurses and

Statf Nurses

Number of Nurses

Charge Nurses Staff Nurses
Educational Level (n=15) (n=77)
Assoctate Degree in Nursing 0 2
Diploma in Nursing 4q 1
Bachelors Degree in Nursing 8 70
Mastere Degreee in Nursing 0 2
Masters Degree non-nursing 3 2

Five of the staff nurses who have a BSN also have a
baccalaureate degree in another field. A1l four of the

charge nurses with diploma program designated as the highest
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educational level held are currently enrolled in BSN

programs. Three of the BSN-prepared charge nurses are

g : pursuing masters—level education: two are in programs
[
o leading to a masters degree in nursing, and one is in a

program for a masters degree in gQuidance and counseling.
Both the charge nurses and staff nurses were asked to
indicate if they were assigned to a unit rf their clinical

preference (Table 4). A positive response was indicated by

RS SRm et

the majority of nurses in both groups.

el o
Wt}

Tabie 6

Charge Nurses’ and Staff Nurses’ Responses to Question

Regarding Assiqgnment to Unit of Clinical Preference

Number of Responses

Charge Nurses Staff Nurses

-
-1"
34
§

Responses (n=19) (n=727>
§{
Eé Assigned to preferred unit 13 460
i Not assigned to preferred unit 0 15
e Did not have a preference 2 2

LAl

These findings indicate that most charge nurses and staff

nurses do have specific preferences for the clinical area in

3

'

" which they practice. At the time of the study, most of the
M

i nurses were workKing in their preferred area.
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Charge nurses and staff nurses were asked to indicate
their current intentions toward remaining in the U.S.A.F.
for at least a 20 rear career. Table 7 describes these
findings.

Table 7?7

Charqge Nurses’ and Staff Nurses’ Intentions for a U.S.A.F.

Career
Number of Nurses
Charge Nurses Staff Nurses

U.S.A.F Career Intentions (n=1 (n=77)
Definitely will make career 11 16
Probably will makKe career 4 18
Lean toward making career 0 13
Undec ided o 12
Lean toward not making career 0 7
Probably will not make career 0 8
Definitely will not make career 0 3

It is apparant that all of the charge nurses and more than
half of the staff nurses were inclined toward a U.S.A.F.
career. Review of the data revealed that 717/ of the male
staff nurses definitely will or probably will make the
U.s.A.F. a career, and only 36/ of the female stavf nurses

definitely or probably will make the U.S.A.F. a career,
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Additional information was obtained from the charge
nurses regarding their continuing education achievements in
the last two years (Table 8). All of the charge nurses had
pursued at least one of the continuing education options as
presented, and several had pursued four or more.

Table 8

Contihuing Education Accomplishments of Charqe Nurses in

Last Two Years

Continuing Education (C.E.> Option Number of Charge Nurses

Completing each Option

Management-Related College Course S
Nursing Management C.E. Course 10
Nursing Management [(nservice Program 11

Independent Study C.E. Offering on
Management Topic in Nursing Journal 2
Monthly Reading ov Nursing Management
Publications 8

Total 36

Note. The total exceeds the sample size since more than one
response was possible.

It was interesting to note that while a third of the charge
nurses had completed college courses in management in the
last two rears, only 517 of them read nursing management

publications on a monthly basis, and a very small number
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utilized continuing education offerings in nursing
management journals as a self-development tool.

Another management-related educational opportunity

?
!
available to U.S.A.F. nurses is the Nursing Service
1 Management Course (NSM). The NSM Course prepares nurse cCorps
P
g officers for charge nurse positions. It is available as a

) three month program in residence at the U.S.A.F. School of

Health Care Sciences. Instruction is geared at the
fundamentals of management theory and practice as applied to
the patient care unit. Content includes problem-solving,
interpersonal relationships, and communication skills. The
residence course requires that the nurse be absent from the
duty assignment for a three month period, and each class is
limited in the number of students it can accomodate.
U.S.A.F. nurses also have the option of completing this
course through correspondence. The correspondence course is
available to all U.S.A.F. nurses, regardless of rank,
position, or longevity (A.F.R. 50-5). Table 9 describes
charge nurses’ completion of the NSM course as well as their
level of agreement with the statement "the U.S.A.F. Nursing
Service Management Course adequately prepared me for a

charge nurse position®.
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Table ¢

Completion_of NSM by Charge Nurses and Opinions Reqarding

Adequacy of NSM as Preparation for Charqe Nurse Position

NSM as Adequate Charge Nurse Preparation

Strongly No

NSM Completion Agree Neutral Disagree Disagree Response

Residence 1 1 0 1 0

Correspondence 0 3 2 0 3

Note. The total number that completed NSM was 12. One
person’s response was unclear, so the table represents 11
charge nurses who completed NSM.
The small number of total responses prevents generalizations
about the adequacy of the NSM course with any degree of
confidence. However, only one respondent in either category
agreed that the NSM course was adequate preparation for a
charge nurse position.

Selection for a charge nurse position may result from a
variety of factors. The charge nurses were asked to indicate

why they thought they were selected for their current charge

nurse position. Table 10 presents their opinions.
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Table 10

Charge Nurses’ Opinions Reqarding Reasons for Selection for

Current Charge Nurse Position

Reason for Selection as Charge Nurse Number of Responses
Clinical Skills 10
Management Skills 10
Leadership SKills 8
Longevity in the U.S.A.F. @
Longevity at current assignment 4q
Rank 11
Other-"needed the experience" 1
Other-"support given to previous charge nurse" 1

Note. The total number of responses exceeds the sample size

(n=15) because charge nurses could select more than one
response,

Review of the data showed that the eight charge nurses who
indicated leadership skills as a reason for their selection
as a charge nurse also indicated management skills as a
reason. Seven of them also indicated that clinical skills
were a factor in select.on for their charge nurse position.
Only two of the 10 who indicated clinical skills as a reason
did not also indicate management or leadership. Three of

the 1S respondents indicated that longevity and rank were
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the only reasons for selection, and one charge nurse
indicated rank only.

The charge nurses also shared their opinions in regard
to the nursing functions that provided them with the
greatest satisfaction. Tahle 11 presents the charge nurses”’
preferences for patient care or management/supervisory
activities.

Table 11

Nursinq Functions that Provided Charge Nurses the Greatest

Satisfaction,

Most Satisfying

Nursing Function Number of Responses

Direct Patient Care Activities 7
Management/Supervisory Activities 4
Both Equally 2
Both but not at the same time 1
No Answer 1
Total 15

It is interesting to note that only four of the charge
nurses indicated managment and supervisory functions as
providing the greatest satisfaction. Three of them had at
least four years of total charge nurse experience. The
largest number of charge nurses indicated that patient care

acti- ‘ties were more satisfying. The latter group
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represents charge nurse oxperience ranging from one year to
over four years.

Results from LOQ and MSQ
The Leadership Opinion Questinnnaire (LOQ) was completed by
the 15 charge nurses in the sample, and the Minnesota
Satisfaction Questionnaire (MSQ) was completed by the 77
staff nurses in the sample. The total sample represents 195
separate inpatient units, each having one charge nurse. The
number of staff nurses on each of the 15 units participating
in the study ranged from two to sewven,

Leadership Opinion Questionnaire

The LOQ results indicated each charge nurse’s
sel f-evaluation of his or her performance of the leadership
dimensions of consideration and structure. The highest
possible score for either dimension was 80. Consideration
scores ranged from S0 to 67, with a mean score of 57 and
standard deviation of 4.45. Structure scores ranged from 35
to 92, with a mean score of 45 and standard deviation of
4.16. Al charge nurses scored higher on consideration than
on structure.

The consideration and structure scores were classified
as high, moderate, or low, according to normative data for
supervisory and head nurses provided in the LOQ examiner‘s
manval. Thus, each charge nurses was designated as high,
moderate or low consideration and high, moderate, or low

structure. The combination of the consideration and

structure classifications determined the leadership style
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af each charge nurse. There were nine possible leadership
style classifications and the consideration and structure
combinations for the 15 charge nurses in the sample fell
into five of the possible nine leadership styles. Table 12
details the five leadership styles and the number of charge
nurses included in each style.

Table 12

Charqe Nurses’ Leadership Styles and Number in Fach Style

Charge Nurses

Leadership Style Number
High consideration—~high structure (HCHS) 1
High consideration-moderate structure (HCMS) 4
Moderate consideration—-moderate structure (MCMS) 3
Moderate consideration-low structure (MCLS) é
Low consideration-low structure (LCLS) 1

The largest number of charge nurses were found in the
moderate consideration-low structure (MCLS) combination.
Minnesota Satisfaction Questionnaire

Each of the 77 staff nurses in the study completed the
short-form of the Minnesota Satisfaction Questionnaire
(MSQ>, which measures levels of satisfaction with 20 job
elements. To determine each sta+f nurse’s satisfaction
score, the scores for each of the twenty elements were added

to derive a general satisfaction score. The highest possible
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score was 100. Satisfaction scores for the staff nurse
group ranged from 53 to 9?7, with a mean score of 81.14, and
standard deviation of 8.65.

General satisfaction scores for the staff nJyrses were
interpreted by comparison with the normative data for full
time professional nurses on the MSQ long form’s General
Satisfaction Scale, from which the MSQ short form was
derived. Scores of B0 (the 75th percentile) and above
represented a high level of satisfaction, scores of 70 (the
25th percentile) and below indicated low levels of
satisfaction, and scores in the middle range of 71 to 79
(the 26th to 74th percentiles) were considered average
satisfaction. Responses from the 77 statf nurses indicated
that 45 (58.4%) were highly satisfied, 24 (31.2/) were
considered to have an average level of satisfaction, and 8
(10.4%4) indicated a low level of satisfaction.

Questionnaire Responses from Both Groups

As charge nurses and the correspording staff nurses on
15 individual units were involved in the siudy, charge nurse
leadership style data and staff nurse job satisfaction data
were tabulated for each unit. Table 13 summarizes this
information, with the 15 units listed in descending rank
order according to the mean staff nurse general sz isfaction

score for each unit.
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Table 13

Staff Nurse Job Satisfaction Information and Charqge Nurse

Leadership Strile !nformation for Each_ Inpatient Unit

Staff Nurse Charge Nurse
Satisfaction Range of Number c S Leadership
Unit mean score scores staff Strle
1 88.4 79-94 7 57 S0 MCMS
2 86 81-91 2 62 52 HCHS
3 85.6 74-93 7 82 47 HCMS
4q 84 78-97 q &7 44 HCMS
S 84 76—-91 4q 65 48 HCMS
é 83.3 80-88 3 &1 47 HCMS
7 83 73-92 S 56 45 MCLS
8 81.2 74-92 S5 52 35 MCLS
? 81 74-91 é S0 41 LCLS
10 80.7 75-81 7 57 45 MCMS
11 80.6 75-91 S 57 42 MCLS
12 ’8.8 67-92 é 55 44 MCLS
13 77.4 é0- -84 7 53 49 MCLS
14 71.6 95-83 S 58 45 MCMS
T 69 62-77 4 37 39 MCLS

Note. C=Charge nurse consideration score. S=charge nurse

structure score.
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ﬂ% Pearson correlation coefficients (r) were calculated
L between the variables to determine the relation between

’Eﬁ ’ charge nurse consideration and structure and staff nurse job
‘{% . satisfaction. The results are presented in Table 14.

#* ' Table 14

}

%k Correlations of Head Nurse Consideration and Structure with
EE Staff Nurse Job Satisfaction

‘§§ Correlation with Staff Nurce

ﬁ Job Satisfaction

%

O

tﬁ Ch2re Nurse Consideration r= .16

.§§ Cioaue. .- Nurse Structure r= .24%

o

& *p=.03

ié Charge nurse consideration was rnot signifiﬁantly correlater
E; with staff nurse job satisfaction. A significant positive
’?( correlation (r=.24, p=.03) was found between charge nurse
jg structure and staff nurse job satisfaction.

:E To further investigate the relationship between charge
iﬁ nurse structure and staff nurse job satisfaction, the staff
§E nurse job satisfaction scores associated with each of the
ii: high, moderate, and low charge nurse structure designations
o were grouped. A mean staff nurse satisfaction score for each
;ﬁ charge nurse consideration designation was determined. Table
a 1S presents the analysis of variance (ANUIA) for these

A
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variables. The number of staff nurses associated with each

charge nurse structure dimension is included in the table.

Table 15

Analysis of Variance with Charge Nurse Stucture Designations

and _As<cy iated Staff Nurse Job Satisfaction Mean SGcores

Charge Nurse Staff Nurse

Structure Designation Mean Satisfactinn Score
High Structure (n=2) 86

Moderate Siructure (n=37) 82.8

Low Structure (n=38J 79.3

ANOVA: F valus = 1.85, p = .18 (not significant)

The same calculations were accomplished for charge
nurse consideration designations and the associated staff
nurse job satisfaction scores. Table 16 presents the

analysis of variance for these wvariables.
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Table 16

Analysis of VYariance with Charge Nurse Consideration

Designations and Associated Staff Nurse Job Satisfaction

Mean Scores

Charge Nurse Staff Nurse
Consideration Designation Mean Satisfaction Score
High Consideration (n=20) 84

Low Consideration (n=é) 81

Moderat2 fConsideration (n=51> 79.8

ANOVA:F value= 2.05, p=.13 (not significant)
The differences between means for the satisfaction scores
asociated with each of the charge nurse consideration and
structure designations were nol significant,

To determine whether there are relationships between
the charge nurse leadership c<tyle (the mix of consideration
and structure) and staff nurse job satisfaction, an analysis
o+ variance was calculated for the mean staff nurse
satisfaction scores associated with each leadership style.
Table 17 depicts these findings. The number of charge
nurses and staff nurces associated with each style is

included in the table,
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Table 17

Analysis of Variance for Cnarge Nurse Leadership Style with

Associated Staff Nurse Job Satisfaction Mean Scores

Charge Nurse Staff Nurse
Leadership Mean Satisfaction
Strle Number Score Number
HCHS 1 86 2
HCMS 4 84.2 18
MCMS 3 81.4 19
LCLS i 81.3 é
MCLS é 78.%9 32
Total 15 Total 77

ANOVA: F value= 1.27, p=.2% {(not significant?}
The differences between the staff nurse satisfxction score

means associated with each of the charge nurse leadership

styles were not statistically significant. However, it is

interesting to note that the moderate consideration-low

oy structure designation contained the largest number o{ charge
o3
Loy
¥ nurses, and was associated with the largest number of staff

nurses., This group of staff nurses had the lowest mean
general satisfaction score, though the score still

represents an average level of satisfaction.
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A number of the charge nurse and staff nurse
demographic variables were evaluated to determine if
relationships existed. Chi Square was used to study the
relationship between the variables. The variables tested
were:

1.the relationship between charge nurse leadership
style and the highest degree attained by the charge
nurse.

2. the relationship between the charge nurse
consideration score and amount of charge nurse experience.

3. the relationship between the charge nurse structure

e TR W P A A R e~ -

score and amount of charge nurse experience.

4. the relationship between the charge nurse
consideration score and whether direct patient care or
management activities were more satisfying.

5. the relationship between charge ndrse structure
score and whether direct patient care or management
activities were more satisfyring.

é. the relationship between staff nurse satisfaction
score and the charge nurse’s length of charge nurse
experience.

7. the relationship between the staff nurse’s job
satisfaction score and length of experience as an RN,

8. the relationship between staff nurse satisfaction
score and whether assigned to unit of preference.

?. the retationship between staff nurse satisfaction
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and intentions toward a U.S.A.F. career.
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None of these relationships were found to be significant at
the p<.05 level.

In an attempt to further study the factors relating to
Job satisfaction, the mean score for each of the 20 items
on the MSQR used to measure job satisfaction was calculated
for the staff nurse group. The highest score attainable for
each item was 100. Table 18 rankKs the items from highest to
lowest level of satisfaction, with items that have the same
scores given the same numerical rank. It is of note that
only three items are associated with mean scores of below
70, which is indicatative of low levels of satisfaction. The
high levels of satisfaction given to the two items
specifically related to satisfaction with the "boss®" are of
interest, considering the purpose of this study.

To further investigate the relationship of charge nurse
leadership style and staff nurse job satisfaction, the two
items on the MSQ that asked for specific information about
satisfaction with supervision, "the way my boss handles
workers®” and "the competence of my boss in making
decisions”, were analyzed in relation to the charge nurse
consideration and structure cores. Pearson correlation
coetficients were calculated between the staff nurse
satisfaction cscores given for these items and the charge
nurse consideration and structure scores., Table 19

describes the findings in relation to the charge nurses’

consideration scores.
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Table 18
MSQ Job Satisfactio tems Ranked from Hiqghest to Lowest

Measured by the Staff Nurses’ Mean Score for Each ltem

Job Satisfaction Item on Staff Nurse.
Rank Minnesota Satisfaction Questionnaire Mean Score
1 Job provides steady employment ?0
2 Chance to do things for other people 88.25
3 Chance to try my own methods 84.25
q Freedom to use my own judgement 84.25
4 Chance to use my abilities 83.25
S wgy my boss handles workers 82.50
é Competence of my boss in making decisions 82.25
é Ab[e to do things not against my conscience 82.25
? Chance to do different things at timés 81.75
0 Chance to work alone on the job 79.75
8 Being able to keep busy all the time 79.75
? Chances for advancement on this job 78.50
10 Feeling of accomplishment from the job 78.00
#ﬂ 10 Way co-workers get along with each other 78.00
§§ 11 Chance to be somebody in the community ?77.2%5
%ﬁ 12 Pay and the amount of work 72.00 \
%% 13 Chance to tell! people what to do 74.%90
%E 14 The working condi tions 69.00
;; 14 Praise I get for doing a good job 6% .00
f; 15 The way company policies are put into practice 66.75
%
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Table 1?

Correlations Between Charqe Nurse Consideration and Staff

Nurcse Satisfaction with Specific ltems on_ the MSQ Related to

Charqe Nurse Behavior

Correlation with

MSQ Item Consideration
Way boss handles workers r = .28%
Competence of boss in making decisions r = .,25%x

xp = .01 ®x%xp = ,02

These findings indicate a positive correlation between staff
nurses’ satisfaction with specific charge nurse behaviors
and the charge nurses’ consideration scores.

The same procedure was accomplished to determine if a
significant relationship existed between the charge nurses’
structure scores and the staff nurses’ level of satisfaction
with the same two items on the MSQ. Table 20 presents these

findings.
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Table 20

Correlations Between Charqge Nurse Structure and Staff Nurse
Satisfaction with Specific ltems on the MSQ Related to

Charqge Nurse Behavior

Correlation with

MSQ Item Structure
Way boss handles workKers r=-.02
Competence on boss in making decisions r=-.01

These findings indicate that there was no significant
relationship between the staff nurses’ satisfaction with
specific leader behaviors and the charge hurses’ structure
scores,

The findings in Table 19 and Table 20 are of particular
interest when compared to the findings in Table 14. 1t
appears that staff nurses’ general job satisfaction was
positively ccrretated with charge nurse structure, whereas
staff nurses’ satisfaction with supervision was positively
correlated to charge nurse consideration. Discussion of

these and other findings is found in the following chapter.
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CHAPTER V

CONCLUSIONS AND RECOMMENDATIONS

This study was designed to investigate the relationship.
between the charge nurses’ leadership style dimensions of
consideration and structure and the staff nu~rses’ job
satisfaction in two U.S.A.F. medical treatment facilities,

A secondary purpose was to study the relationship between
various demographic variables of the participants and the
charge nurses’ consideration angd structure and staff nurses”’
Job satisfaction scores.

Discussion of Findings

The major findings indicate that a significant positive
correlation existed between charge nurse structure and
general staff nurse satisfaction. Charge nurse
consideration was not significantly related to staff nurse
general job satisfaction. The charge nurses’ leadership
strles, which were the combined levels of consideration and
structure, were not related significantly to total staff
nurse job satisfaction. Additionc) findings indicated that
staff nurse satisfaction with supervision was sigrnificantly
related to charge nurse consideration, but not to charge
nurse structure. Relationships between between various
demographic characteristics of the participants and charge
nurse consideration and structure and staff nurse (cb

satisfaction were not of statistical significance.
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The null hypothesis for this study stated that there is
no relationship between charge nurse leadership strle
dimensions of consideration and structure and staff nurse
Job satisfaction levels in U.S.A.F. medical treatment
facilities. Since the findings of this study indicated that
there was a significant positive relationship between staff
nurse general satisfaction and charge nurse structure, one
of the leadership dimensions studied, the hypothesis was
rejected. Further analysis of the data showed that there was
a signiticant positive correlation between staff nurse
satisfaction with supervision, as measured by specific items
on the MSQ@, and charge nurse consideration, the other
leadership dimension studied.

This study reports findings that are not consistent
with some of the findings of studies of nurses in similar
leader and subordinate roles. Head nurse consideration,
rather than structure, was found to be related to staf+f
nurse job satisfaction in Neonatal Intensive Care Units by
Duxbury, Armstrong, Drew, and Henly 1984 Nealy and Blood
(1968) found that head nurse consideration and structure
were both related to team leader job satisfaction in
psychiatric hospitals. The findings of Pryer and Distefano
(1971) indicated that neither leader dimension was retlated
to RN general job satisfaction. They also examined RN
satisfaction with supervision and found it was related to
leader consideration. The latter finding is consistent with

one of the findings in this study.
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In comparing this study with the others, it must be
noted that in the studies described leader consideration and
structure were reported as the subordinate’s perception of
the leader’s behavior, whereas in this study consideration
and structure were sel+-reported behaviors of the charge
nurse. Also, the other studies did not report the actual job
satisfaction scores, or the leader’s consideration and
structure scores. 1In this study, 58.4% of the staff nurses E -
scored in the high satisfaction range, 31.2% scored in the |
average satisfaction range, and only 10.4% of the nurses’
scores indicated low levels of job satisfaction. The
generally high level of satisfaction of the staff nurses
participating in this study may have impacted on the
statistical analysis of the findings.

Additionally, the three studies described above were
conducted in settings that djffered from this study; two
were in psychiatric hospitale and the third included only
neonatal intensive care units. This study, in contrast, was
conducted in two military general hospitals and included a
wide range of nursing specialty areas.

It may be possible that the relationships between the
variables do differ among groups or organizations. The
correlation between charge nurse structure and staff rurse
general job satisfaction found in this study may be
explained by speculating that nurses who choose the military
setting in which to practice do prefer a structured

environment. The charge nurse who defines roles, assigns




tasks, plans ahead, establicshes well-defined patterns of
organization, and pushes for production, may indeed be able
to create an environment which promotes job satisfaction for
the staff nurses. However, the correlation between staff
nurse satisfaction with supervision and charge nurse
consideration implies that, while the ability of the charge
nurse to organize and manage the unit is imperative, the
interpersonal skKills the charge nurse demonstrates are also
of prime importance. Consideration includes behaviors that
indicate mutual trust, respect, and a certain warmth and
rapport between the leader and the group. This dimension is
characterized by behaviors that emphasize a deep concern for
staff members’ needs, such as allowing participation in
decision-makKing, and encouraging two-way communication. The
charge nurse who pushes for productivity while at the same
time considering staff members’ needs shcoculd be able to
create a climate in which both organizational and group
members’ goals are met.

In examining the results of the study, it is
int~resting to note that all of the charge nurses rated
themselves higher on consideration than on structure. Since
the interpersonal skills associatd with the dimension of
consideration have been cited as of prime importance in
promoting subordinate satisfaction (Longest, 1974; Everly &
Falcione, 1976; McClosky, 1974; JenKins & Henderson, 1%84;

Nealy & Blood, 1%9468B; Pryer & Distefano, 1971; Duxbury et.

al., 1984), this may account for the large number of
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satisfied staff nurses in this studr. However, since
findings also indicated that staff nurse general job
satisfaction increased as charge nurse structure increased,
it is of concern that seven of the 15 charge nurses’
structure scores fell into the lTow structure designation.
This may indicate to managers that, while educational and
staff development activities planned for charge nurses
should include both management and interpersonal skKills,
particular emphasis may need to be placed on those skills
associated with leader structure.

It was surprising to find that demographic and
biographic variables of the charge nurses and staff nurses
were not significantly related to leadership style or job
satisfaction. Of particular interest was that career
intentions were not related to job satisfaction. Staff
nurse job satisfaction scores for those who definitely
planned to make the U.S.A.F. a career ranged from 535 to 95,
and scores for those who definitely did not pian to remain
in the U.5.A.F. ranged from 68 to ¢7. This finding may
indicate that a variety of factors, and not just the level
of satisfaction with the current position, may influence a
nurse’s decisions regarding pursuit of a U.S.A.F. career.
These findings were not consistent with those of Nichols
(1971)> and Seybolt, Pavett, and Walker (1978), who found
that those nurses who left or intended to leave the

organizations included in their studies had less job

satisfaction than those who stayred.
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CT' An interesting finding was that a higher number of

> charge nurses derived greater satisfaction from direct

?@ ' patient care activities than management/supervisory

Qj activities. This may reflect that some nurses would prefer
a clinical route for career advancement.

Though the number of charge nurses completing the NSM

S course was small, it can be generalized from responses that

the course, by itself, was not considered adequate charge

v
.

nurse preparation, Nurse managers may need to evaluate the

% e,

4o e
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guidance given to assist charge nurses in assuming the

leadership role in the organization. Charge nurses

g

%{ themselves may need to enhance their ocwn efforts toward

;ﬁ growth as managers and leaders, particularly by taking
advantage of the information available in nursing management

*

) publications.

iy

v.‘,:v'

oty The mean satisfaction scores and ranking given to

- several of the jou satisfaction items on the MSQ are of

[N

ﬁ} interest. The relatively high satisfaction scores and

Wis

o ranking of the items "the chance to try my own methods",

“a
e

*freedom to use my own Jjudgement®, and "chance to use my

-~
Eﬂ abilities”™ may indicate that staff nurses felt that they
3; exercised a degree of autonomy in patient care decisions at ‘
': the unit level. However, the very low score and rank given
f&- to "the way company policies are put into practice"” may

indicate that staff nurses felt that they bauve little input

into decisions made at higher levels that affect them and

e the work situation. It may benefit nurse managers at all

f:'-.
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levels to evaluate the system used in making those decisions
that the staff nurses will be expected to implement.

The item "the working conditions® also ranked low,
though it is difficult to address tnis finding, as working
conditions may have been interpreted differently by
individuals. Conditions in the work setting such as
physical environment, staffing patterns, work schedules,
patient load, organizational climate, and relationschips with
other departments were not addressed in this study, and are
variables that should be studied in relation to job

satisfaction.

Another item that ranked low in satisfaction was
"praise 1 get for doing a good job"., This item was often
given a low satisfaction score even by those nurses who were
highly satisfied with other job elements, which seems to
indicate that staff nurses attached a great deal of
importance to receiving praise. Since praise for a job well
done can come from many sources, including patients, peers,
physicians, and perscnnel in other departments, as well as
supervisors, it cannot be assumed that a low satisfaction
score for this item was the result of only the charnqe
nurse’s behavior. However, charge nurses and all nurse
managers should examine not only the formal reward systems
in place on the unit and in the organization, but also the

informal, day-to-day efforts made to give positive feedback

to personnel.
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3;, Recommendations for Further Study
i. Subsequent studies of job satisfaction should include
f% ’ not only how satisfied an individual is with a job-related
¢é item, but also the leve)l of importance attached to
g satisfaction with each item. The degree of satisfaction
% with job elements considered impor-tant would provide
?- information tu nurse managers that would be meaningful in
] terms of identifying those least satisfying job elements
H that should be changed, and those highly satisfying Jjob
i; elements that should be enhanced.
3 & Job satisfaction studies involving nurses may provide
ﬁ more useful information if conducted with tools designed to
JE address elements specifically related to nurses’ work
)
" settings. This would require that a job satisfaction tool
5§ for nurses be developed. Currently available standardized
% Job satisfaction tools that can be used in a variety of
; occupational settings, such as the MSQ, do not include items
.ﬁ specific to nursing.
E A more comprehensive study of staff nurse job
gJ satisfaction in relation to charge nurse leadership style
55 should include both the charge nurse’s self~evaluation of
~.§ leadership behaviors and the staff nurses’ evaluation of the
; charge nurse’s leadership behaviors. This may identify
g perceptual differences that need to be explored.
‘§ This study included only Medical Centers as study
.; sites. To gain a more representative sample of U.S.A.F.
g Nur se Corps officers, a larger sample should be studied,
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g
5 with nurses from Medical Centers, Regional Hospitals, and
s small U.S.A.F. Hospitals included.

Wi

:% Job satisfaction is only one of the components of the

theory of work adjustment, which served as the conceptual

frameworkK for addressing job satisfaction in thic study. A

thorough study vased on all of the components of the theory

W
[}
e

=

of work adjustment should provide information about both the

work setting and the staff member that would be of practical

e g |

RRR

use to nurse managers. Work adjustment serves as a
framework to determine what staff members consider important

in the job, what the job offers as reinforcers, and what

problems exist beftween the employee’s skills and the
performance requirements actually demanded by the job.
Findings should elicit information that could be used by

nurse managers in decisions related to staffing and

_‘\
vy

~

organizational design, and by nurse educators in determining
staff members’ learning needs and in planning appropriate

programs. The theory of workK adjustment predicts that when

M2 o

R

actions have been taken in response to findings, that the

2 4
a
.

e

result is a staff member who is likKely to be satisfied in

the job, function competently, and remain with the

Lo

s

b .
1 organization.
R
7 The findings from this study indicate that staff nurce
S
¥ Job satisfaction is a complex phenomenon, affected by many

variables, including the charge nurse’s leadership
behaviors. Charge nurses and other managers should examine

the factors that were associated with differing levels of
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| staff nurse job satisfaction. Development of a leadership
style characterized by behaviors that emphasizes both goal

achievement and concern for people should be an objective of

all U.S.A.F. nurses.




Appendix A éS,

Ea" s cas - o b B B G & N Ul W

minnesofa saisfaction questionnaire

(short-form)
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Appendix A 66,

minnesofa satisfaction questionnaire

The purpose of this questionnaire is to give you a chance to tell how you feel about your present job,
what things you are satisfied with and what things you are not satisfied with.

On the basis of your answers and those of people like you, we hope to get a better understanding of the
things people like and dislike about their jobs.

On the next page you will find statements obout your present job.

* Read each statement carefully.

+ Decide how satisfied you feel about the aspect of your job described by the statement.
Keeping the statement in mind:

—if you feel that your job gives you more than you expected, check the box under *’Very Sat.”’
(Very Satisfied);

—if you feel that your job gives you what you expected, check the box under ’Sat.”’ (Satisfied);

—if you cannot make up your mind whether or not the job gives you what you expected, check
the box under N’/ (Neither Satisfied nor Dissatisfied);

—if you feel that your job gives you less than you expected, check the box under ‘‘Dissat.’”
(Dissatisfied);

—if you feel that your job gives you much less than you expected, check the box under "’Very
Dissat.’”’ (Very Dissatisfied).

* Remember: Keep the statement in mind when deciding how satisfied you feel about that aspect of
your job.

* Do this for all statements. Please onswer every item.

Be frank and honest. Give a true picture of your feelings about your present job.
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Ask yourself: How satisfied arn | with this aspect of my job?

Very Sat. means | am very satisfied with this aspect of my job.

Sat. means | am sotisfied with this aspect of my job.

N meons | con’t decide whether | am satisfied or not with this aspect of my job.
Dissat. means | aom dissatisfied with this ospect of my job.

Very Dissat. means | om very dissatisfied with this ospect of my job.

5
E On my present job, this is how I feel about . . . oy Disat. N sor. oy
% 1. Being able to keep busy all the time = . . .. .. O 0 O O O
2. The chance to work alone on the job O O O 0 O
! 3. The chance to do different things from time to time . dJ 0 O (. O
% 4. The chonce to be “somebody” in the community O O g O O
‘ 5. The way my boss handles his/her workers O O O O O
6. The competence of my supervisor in making d~~isions a O O O O
":'.. 7. Being able to do things that d *n’t go ogainst my conscience . J O O g 0
2 8. The woy my job provides for steady employment 3 O 0 0 O
E 9. The chance to do things for other people D O O O a
3 10. The chonce to tell people what to do C a 0O ) O
i 11. The chance to do something that makes use of my abilities O O O O O
Qj 12. The way company policies are put into practice O 0 3 Q 0
}-f, 13. My pay and the omount of work | do O ] O O O
% 14. The chances for advancement on this job d O O O O
_: 15. The freedom to use my own judgment CJ O O O )
* 16. The chance to try my own methods of doing the job O o 0O O 0O
; "~ 17. The working conditions O C O O O
:_1 18. The way my co-workers get along with each other O 0O O 0 a
}-‘ 19. The proise | get for doing o good job O O C O O
% 20. The feeling of accomplishment | get from the job Ey C ] J V?y
Dissat.  Dissat. N Sat. Sot.

MR A AN

[

! |
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Charge Nurse Questionnaire (SCN) 85-67

Directions: Place an "x" in the space beside the most apairopriate
response(s) to each question. Please write in short answers for
those responses that request specific information,

1.What is your age?
a. under 25

b. 25-2¢9

c. 30-34

d. 35-3¢%

e. 40-44

f. 45-4¢%

g. 30 or above.

NREREN

2. What i your sex?
___a, Female
___b. Matle

3. How long have you been & reqgistered nur<e?
a. under S vears
b. 5-9 »rs.
c., 10-14 yrs,
__d. 15-19% yrs.
2. 20 yrs. or over

l

4. How long have you been in the U.S.A.F. Nurse Corps?
___a. under S5 yrs.
b. 5-% »rrs.
__c. 10-14 yre,
__d. 15-1? yrs.
___€&. 20 yre. or over

5. How long have you been in your current charge nurcse position?
a. under 4 months

. 4-11 meonthse

. 12-14 months

15-19 months

20-29 months

25-29 monthes

. 30-34 months

3S months or over

o

T 4D AN

: this your first charge nursz position?
a. yes
___b. no

SRR

7. 1% no, how much total charge nurse experience do you have,
tncluding »our current position?

a. under 1 wyr,

b. 12-23 months

€. 24-35 months

d. 3464-47 months

€. 4 years or over
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8. Which of the folilowing formal education programs have you

completed? (Mark all that apply)

a. Associate degree in nursing

b. Diploma program in nursing

c. Baccalaureate degree inh nursing

d. Baccalaureate degree in <field other than nursing
Please gpecify:

e. Masters degree in nursing
(1) My specialty area was:
(2> My functional area was:

f. Masters dearee in a fi1eld other than nursing
Please specify:

Q. Doctoraxte deqgres

7. Are you currently pursuing any of the formal education
programs described in #7?
—_ a. no
b. ves. Please

pecify:

"

RLaas
W '

A PRN
0 W L,

10. Have you completed the U,S,A.F. Nursing Service Manzqgement
course?

___ 3. No (Please skip to item 12)

__b. Yes, in residence (Please continue with ltem 11)

. Yes, by correspondence (Please continue with Item 11)

2

P S 2L i
A - Ar‘l'J’

1

,l. .'o s e

11. The USAF Nursing Service Management Course adequately

Q: prepared me for 2 charge nurcse position.
@g __ 4. Strongly agree
ol —_ b. Agree

14
r

R
| |

c. Neither zgree or disagree
d. Disagree
e. Strongly disagree

ﬁﬁ 12. Have you pursued any of the following in the last 2 »rse?
AN __ &. College course in management-related subject

- __b. Zontinuing education program in nursing mansgement
) . lfhzervice program on RUrSing management topic

A

__d. independent study, continuing educaticon offering on
management-related subjects in nursing Jjournals
__&e. Monthly reading of nursing management-related
publications
—_f. Other management learning opoortunities
Flease specify:

L

el oo
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13. Why do you think rou were selected for your current charge
nurse position? (Select as many as you think applyd

a. Clinical skills

b. Management skills

c. Leadership sKills

d. Longevity in the USAF

e. Longevity at current assignment

f. Rank

g. Other

EEEERN

t4. What nursing functions praovide you with the greatest
satisfaction?

—_a. Direct patient care activities

__ b. Management/supervicory activities

€. Other

15. Are you assigned to a unit that ic your clinical preference?
a. Yes

b. No

¢. Do not have a particular clinical preference

|11

16. What are your current intentions toward remaining in the Air
Force for at least 20 yearc?

. Definitely will make the USAF a career

Probably will make the USAF a career

Lean toward making the USAF a career

Undecided

Lean toward not making the USAF a career

. Probably will not make the USAF a career

Definiteiy will not make the USAF & career

O QN gow
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Directions: Place an

1. What is your age?
a. under 25 yrs.

__ b. 25-29
—_ c. 30-34
__ d. 35-39
__e. 40-44

f. 45 or over,

2. What is your gex?
a. Female
__ b. Male

2. How many months/years of total

have?

under 1 yr.
12-17 months
18-23 months
24-29 months
30-35 monthe
36-47 months
4-8 years
$-12 years
over 12 years

- TP v an da

et

4. How long have you been in the U.S.A.F. Nurse Corps?

under & months
46-11 months
12-17 months
18-23 months
24-29 months
30~-35 months
36-48 months
cver 4 years

0O ~v a0 09w

n

How long have you bsen in
under 2 monthe

2-2 months

. 5-11 months

12-17 months

18-23 months

24-29 months

. 30-35 months

346-48 months

over £ years

-~ JO v aanN COCw

RN

TR T W R TR T IR T TR T WA TN, MOTT M OWOT W OTR WR W NS, W N, WS W W W A TNR R R, WA TN ISR R T W e TR T e

Staff Nurse Questionnaire

x" in the space beside the most
appropriate answer(s) for each question.

RN axperience do »ou

current position?

TY TEATET EmmAmmmemTEmEm R emr e e e em———y
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Appendix C 72,

4$, Which of the following educational programs have you

completed? (Mark all that apply)

a. Associate degree in hursing

b. Diploma program inh nursing

c. Baccataureate degree in nursing

d. Baccalaureate degree in field other than nursing
Please specify:

e. Masters degree in nursing
(1) My specialty arsa was:
(2> My functional area was: '

l

f. Masters degree in a field other than nursing
Pleagse specify:

__ 9. Doctorate degree

-

Are you assigned to a unit of your clinical preference?
__ 3. Yes
__ b. No

__ <. Do not have a particular clinical preference

What are your current intentions toward remaining the
the Air Force for at leacst 20 years?

Definitely will make the USAF a career

Probably will makKe the USAF & career

Lean toward makKing the USAF a career

Undec ided

Lean toward not making the USAF a career
Probably will not ma. e the USAF a career

. Definitely will not make the USAF a1 career

W Ko g n
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Appendix D 73.

Charge Murse Consent
# Study of the Relationship bztween Charge Muyrse
Leadership Style and Staff Murce Job Satisfaction

Investigator: Nina K. Rhoton, Major, USAF NC
Graduyate Student, Mursing Administration
Louisiana State University Medical Center

School of Mursing
PH: 504-244-3217

I undzrstand that the investigator is frequezting my
participation in a study of the leadership styles of charge
nurses and the levels of job satisfaction of staff nurses in
two U.5.A.F. medical treatment facilities, including the one
to which 1 am currently assigned. The purpose of the study
is to determine if there are relationships between
oxrticylar charqge nurce leadership stvles and differing
ferel s @+ shaff saras
identify leadership attitudes that are more conducive to
higher lewels of job satisfaction in subordinates.
rstand that charge nurses with at Teast four (4D
their current position will be asked to
te inm the study. I undercstand that participation in
is voluntary.
arstand that two (2) tools for charge nursss will
o} = he study: one instrument titled "charge nurse
aquestionneire” requecting biographic and demographic data,

2 the "Leadership Opinion Questionnaire"{(LOQ). 1
understand that the, instruments ars rnot decigned for the
identification of a pathological (illness) state and that no
effort will e made to make pathological interpretations
from the data., 7The investigator has provided me with the
tools for charge nurces as described above. 1 understand
that the charge nurse guecticnnaire is to be completed by
marKing with pen or pencil an "x" by the most appropriate
response to each question, and by writing a short answer for
those responses that regquecst specific information. 1
understand that the LOQ is to b2 completed by markKing with
pencil an "x" by the zlternative that best exprzsses my
teeling about the item. I understand that I will be expectad
to comnlete 2ach inztrument one time only. [ understand
that *here are no kKnoun <side effects or ris¥s associated

ol satisfaction, Tha racy’ia ghog)

e
[
3
[«%
w

months in

with rezoonding o th2se questionnaires,

I understand that staff nurces on those units where the
ch=oane purse haxs oageeed to participate in the shudy will
ST e e am by he carhlerpanis, A wbar s nurn ez
voluntesring s participants will complete two (2) tools:
one instryment titied "staff nurse questionnaire" requesting
miogrannic and demagraphic data, and the "Minnesota
Satisfaction Ouestionraire™, which measures levels of

catisfacticn with varioue dimenzinone of the job =ituation,
I ancerstand that results of thizs study may identify
particulzr lzadership attitudes that may ce relatad to
differont levels of job satizfaction in staftf nursec. This
information may be of henefit to nurze educators in
planning programs thal prepare nurgses o assume sunervisory
roles, ar in plannming staff devalopment proaramz to 2nhance
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Appendix D 74,
o8
t) Leadership Style and Job Satiszfaction
» performance of leaderchip roles for those already in supervizory

~
i

e
'mx,»

pozitions. This information may 2lso be of benefit to nurce
administrators for consideration when selecting, for supervisory
prozitionz, those individuals who exhibit particular lezderchip

o behaviors. The study may also reveal other factors contributing
- to job satisfaction and discatisfaction among staff nurses, which
o can be used by nurses at all administrative levels in planning
f} zrnd problem-colving activitiez rzlated to retention and job

4

zatisfaction. The results of the studr may encourage
self-evaluation of one’s own leadership ctyle by nurses currently
in supervisory positions, and leadership role development of
ztaff nurcees and othere striving for higher csupervisory
positions,

I undezrstand that the rezuylts of this ztudy will be released

o e Braduate Pronrnm. Loniziana State Unaunrqlfy Mndcral
SN po Romoel oF Sursing, and D obhe Sop Foacczr Inebitoeis of
Teconology. & cepr uf the study will also be provlded to Lne
Chies Mursse of each medical treatment facility participating in
. thz study, and will be available for perusal by all particinante,
o f also understand that the results of this study may be
:ﬁ peoyished. I underztand that the questionnaires will be coded by
P the investigator so that the charge nurce and staff nurse
L responses can be correlated, however, I understand that no
] ‘rndiryiduxl work arsa will be cingled out in any manner in the
o results of the stucdy., 1 understand that my privacy will be
rrotzcted, and that my name and work area will not be used

manner whateceysr in the ey bten pezults of bhe

e
‘i_;. T
Lot

[
- -
-

.
.

- I understand that participation in thiz study will not
o r2zzuit in any financial chargesz. 1 understand that I may

oo vt tihde oy from this ctudy xt any time without jeapordizina,

o = we My posytion oan this institutiorn tn the presents

* I underztand tihat riaht to b

e J'd“d TR atefges LD ang guestions i zh ms -
o z2 during the courzs of thi et I =cvnomledge that f
?ﬁ v mewn 3iven & oD 0T BN SonTent Sona faoromy oemn

fj coszanal uss,

N

M Charge Murse Sigrnature

~’ Cxte S

= PRIVACY ACT STATEMEMT

- e Lfnlloaing grovidaag 140 AFITR S3-1 and aFR 1 2-35:

. Lo TEd =;RFuEE: Tho muraDs oF SOmp s Tioen e bl

P ~ Shimrr Lieen b2 Y amtain jpodarmni,me S bl 2hgds O bt
{! cnyIroEm L Qe hgen Charaee lr e teeseschos osnple and o zbasd
s S N1 & BT A IV I TR A preom MEe P st st Faat i s,
v SOUTIME USES: The study 12 being completed in partial fulfillment
! oF the Master in Nu.~rra degres at Louisiana State inivare;ty
;? R R R I LY chos wd Yierneny e e Loz abigntor,

5' CUTCLOSURL IS UOLU¢|H3f. Mon—-parYicipation in the study will
i vimit datax available for the ztudr,.but Wil! not affect an

o individual’s standing in the organization, Signature of

el oarticigants i€ reguired on the conzent form onty.,

¥

—
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N
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Staff Nurse Consent
A Study of the Relationship between Charge Nurse
Leadership Style and Staff Nurse Job Satisfaction

Investigator: Nina K. Rhoton, Major, USAF NC
Graduate Studert, Nursing Adm nistration
Louisiana State University Me ical Center

School of Nursing
PH: S504-244-3217

1 understand that the investigator is requesting my
participation in a study of the leadership styles of charge
nurses and the levels of job satisfaction of staff nurses in two
U.S.A.F.medical treatment facilities, including the one to which
I am currently assigned. The purpose of the study is to
determine 1f there are relationships between particular charge
nurse leadership styles and differing levels of staff nurse job
satisfaction. The results should identify leadership attitudes
that are more conducive to higher levels of job satisfaction in
subordin-tes.

I understand that staff nurses with at least two (2> months
in their current position will be asked to participate in the
study. 1! understand that participation in the study is voluntary.

I understand that two (2) tools for staff nurses will be
uced in the study: One instrument titled "staff nurse
questionnaire®” requesting biographic and demographic data, and
the "Minnesota Satisfaction Questionnaire® (MSQ)., !
understand that the instruments are not designed for the
identification of a pathological (illness) state and that no
effort will be made to make nathological interpretations from the
data. The investigator has provided me with the tcols for staff
nurses as described above. I understand that the staff nurse
questionnaire is to be completed by marking with pen or pencil an
“x" by the most appropriate response to each question, and by
writing a short ancwer for those responses that request specific
information. I understand that the MSQ is to be completed by
marking with pencil an "x" by the alternative that best expresces
my feeling about the item. | understand that I will be expected
to complete each instrument one time only. 1 understand that ‘
there are no Known side effectc or risks associated with *
responding to thece questionnaires,

I understnd that charge nurses with at least four (4) months
experience in their current position ~ave been asked to ?
participate in the studr. Those charge nurses volunteering as |
participants will complete two (2) tools: one instrument titled |
"charge nurse questionnaire” requesting biographic and
demographic data, and the "lLeadership Opinion Questionnaire"®
‘Lo,

1 understand that results of this study may identify
particular leadersnip attitudes that may be related to higher or
lower levels of job satisfaction in staff nurses. This
information may be of benefit tc nurse educators in
planning programs that prepare nurses to assume supervisory
roles, or in planning sta‘+ development programns to enhance

~ -
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Appendix C Fe-B

Leadership Styie and Job Satisfaction

performance of leadership roles for those already in supervisory
positions. This information may also be of benefit to nurse
administrators for consideration when cselecting, for supervisory
positinns, those individuals who exhibit particular leadership
behaviors. The study may alsoc reveal other factors contributing
to job satisfaction and dissatisfaction among staff nurses, which
can be used by nurses at all administrative levels in planning
and problem—-solving activities related to retention and job
satisfaction. The results of the study may encourage
self-evaluation of one’s own leadership style by nurses currently
in supervisory positions, and leadership role development of
staff nurses and others striving for higher supervisory
positions,.

I undercstancd that the results of this study will be released
to the Graduate Prcgram, lLouisiana State University Medical
Center School of Nursing, and to the Air Force Institute of
Technology. A copy of the study will also be provided to the
Chief Nurse of each medical treatment facility participating in
the study, and will be available +or perusal by all participants.
] also understand that the results of this study may be
published. 1 understanc that the questionnaires will be coded by
the investigator so that the charge nurse and staff nurse
questionnaire responses can be correlated, however, 1 understand
that no individual work area will be singled out in any manner in
the results of ti.e study. 1 understand that my privacy will be
protected, and 'hat my name and work area wi!'l not be used in any
manner whatsoever in the written resulte of the study.

I understand that participation in this study will not
result in any financial charges. I understand that I may
withdraw from this study at any time without jeapordizing, in any
way, my position in this institution in the present or future. 1
understand that I have the right to be providea with answers to
any appropriate questions which may arise during the course of
this study. 1 acknowledge that 1 have been given a copy of the
consent form for my own personal use.

Statt+ Nurse Signature
Date_

PRIVACY ACT STATEMENT
The following provided IAW AFITR 53-1 and AFR 12-.535:
PRINCIPAL PURPOSE: The purpose of completion of the
questionnaires is to obtain information for the study of the
relationship between charge nurse leadership style and staff
nurse job satisfaction in two USAF medical treatment facilities.
RNOUTINE USES: The study is being completed in partial fulfillment
of the Master in MNursing degree at Louisiana State University
Medical Center School of Nursing by the investigator.
DISCLOSURE 1S UVOLUNTARY. Non-participation in the stucy will
limit date available for the study, wut will not affect an
individual’s standing in the organization. Signature of
participants is required on the consert form only.
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Note Regarding Leadership Opinion Questionnaire

The LEADERSHIP COPINION QUESTIONNAIRE by Edwin A. Fleishman,
Ph.D., copyright 19480, Science Research Associates, Inc., was
used with permission of the publisher. Permission to attach a

copy of the tool to the study was not granted.
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